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ABSTRACT 
The study examined the factors affecting women leadership in the corporate sector since there has 
been very few studies on the topic in the corporate world. The study answered the research 
questions from the objectives that were as follows; determining the extent at which experience 
affects women leadership, influence of education qualification on women leadership, influence of 
social cultural factors on women leadership and then how company policy and practices impact on 
the success of women in leadership positions. The research study focused on Syngenta East Africa 
and targeted 90 sampled employees that were drawn from management, supervisors and staff who 
gave information on the issues hindering women to ascend to leadership. The study adopted a 
descriptive survey design method in collection of data by the use of questionnaire as research 
instrument that was self-administered to avoid biasness. Data collected was analyzed by Statistical 
Package for Social Sciences (SPSS) that is most convenient and efficient for processing and 
analyzing. The findings from the data collected and analyzed recommended that there is need to 
establish the factors that effects women not to acquire the required job experience so as to qualify 
for leadership positions in the organization. For women having higher leadership position than 
their male counterpart to acquire leadership positions, this kind of prejudice should be explored to 
establish the reasons to this and come up with measures to ensure equality in qualifying for 
leadership positions. The emotional status of women should be handled to make women in 
leadership positions react based on reason and not emotions so that their effectiveness in such roles 
is not compromised. There is therefore inquiry on the factors affecting women acquiring the 
relevant education for leadership positions in organizations. The management should review 
policies and practices that hinders women from moving to managerial positions for equal grounds 
for both men and women on the acquisition of leadership positions. 
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OPERATIONAL DEFINITION OF TERMS 
        
TERM MEANING  
Leadership Experience Leadership experience is a general term used to 
describe your exposure to leading other people 
in various settings 
Education qualification Are the degrees, diplomas, certificates, 
professional titles and so forth that an 
individual has acquired whether by full-time 
study, part-time study or private study, whether 
conferred in the home country or abroad, and 
whether conferred by educational authorities, 
special examining bodies  
Social cultural factors  These are customs, lifestyles and values that 
characterize a society. More 
specifically, cultural aspects include 
aesthetics, education, language, law and 
politics, religion, social organizations, 
technology and material culture, values and 
attitudes. 
Company policy and Practices A set of policies are principles, rules and 
guidelines formulated or adopted by an 
organization to reach its long term goals and its 
typically published in a booklet or other form 
that is widely accessed. 
Corporate Sector A Corporate Sector is a section of society 
consisting of companies / Industries/Business 
Houses. They are the industrial development 
side of our society. They contribute to National 
Income Generation, Infrastructural Growth and 
Development of the Economy.  
1 
 
CHAPTER ONE 
INTRODUCTION OF THE STUDY 
1.0 Introduction  
This chapter presents the background information of the study, the problem statement that makes 
the basis of the research, objectives of the study that forms the research questions that guides the 
entire project work, the significance of the study, the scope and then the limitations of the study. 
1.1 Background of study 
With the globalization of business practices, opportunities, technologies, and cultures, women face 
new and completely different challenges that depend on the context of the atmosphere within 
which they operate. Analysis may adapt from the concept that gender may be a value-based 
impediment and move toward a discussion of the relationships among culture, context, and some 
practice, with the goal of developing new applicable theories and frameworks (Earley, 2009). 
Massive multinational enterprises (MNE‘s) have begun to acknowledge the advantage of 
supporting little business coaching initiatives in developing countries for the needs of training 
workers to be productive in different industries once their labour is not helpful anymore to the 
MNE. This includes trade coaching for women, micro-credit, and business development in an 
attempt to push for the development of self-help enterprise (Eweje, 2009; Mujtaba, 2015). 
Traditional and protracted barriers are shown to hinder the active pursuit of women to get positions 
of leadership (Bartol et al., 2013; Hoyt, 2015; Powell et al., 2012; Sczesny, 2013). However, as a 
result of analysis and policy intending to look at gender problems supported by the premise that 
women are marginalized and a glass ceiling impact remains the foremost impediment to women‘s 
participation in leadership, different current nevertheless authentic problems could go unnoted or 
misunderstood. For instance, women who have access to technology or fewer procedural obstacles 
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to ownership of business could have additional opportunities for starting businesses (Fairlie, 2009; 
Koh, 2009), indicating that efforts premising on connected problems could prove additionally 
productive at the moment. 
According to Ilagan-Bian (2014), women have faced several challenges in getting to leadership 
positions due to non-supportive bosses or colleagues, male chauvinism and sexual discrimination. 
To realize equal status, the need level for women to realize within the same workplace, is already 
at a far higher standard, there is need for them to become tougher, be additionally qualified, much 
more bold and competent than their male counterparts (Bryce, 2009). However, they do not easily 
reach authoritative positions as their male counterparts with similar positions, backgrounds and 
qualifications as themselves (Bryce, 2009). Some women even attempt to emulate their male 
counterparts, with the hope that they might climb the company ladder quicker (Ilagan-Bian, 2014). 
Male dominance at the place of work has forced variety of women to adopt a much more aggressive 
model. “The perpetually strengthened message is that women succeed on condition that they 
become additionally assertive, competitive, “dressed for success, and also more politically and 
socially astute” (Erasmus, Schenk & Van Wyk, 2010). This places women in an underprivileged 
position and as a result of this, they have an inclination to lose sight of other responsibilities and 
that they sacrifice their personal lives (Bryce, 2009). Ilagan-Bian (2014) argues that female 
managers need to work extra hard so as to be recognized and to prove that they can handle work, 
family and everything else. 
According to McTavish and Miller (2009), both developing and industrialized countries, together 
with Republic of South Africa, Ethiopia, Philippines and Canada, indicated that having additional 
women in positions of power doesn't essentially lead to women-friendly social, economic and 
political systems that are friendly to women‘s considerations. In Philippines, though women 
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dominate as lecturers and directors, they cannot assert their opposition to gender biased admission 
policies that are discriminatory (Mendez & Busenbark 2015).  An example of such a policy is that 
a student cannot be allowed to register if she is pregnant and not married. This sentiment was 
echoed by participants from Pakistan and People's Republic of Bangladesh who felt that women‘s 
leadership, even those Heads of State in their countries, failed to translate into enhancements of 
the living standards of women especially in leadership. It is argued that improved political policies 
to deal with women’s considerations cannot solely result from appointing women in leadership 
positions, however, it needs wider gender sensitization (Madden, 2015).  
According to Onsongo (2010), women are recognized within the Kenyan society as procreators of 
the next generation and as producers of products and services. However, in several Kenyan 
communities, ancient perceptions of women as inferior to men still prevail as many folks invoke 
the preservation of African culture to justify the subordination of women. As a result, men typically 
dominate women within the political, religious, economic, educational and domestic spheres. This 
condition has necessitated the decision for the empowerment of women by according them their 
rightful status, rights and responsibilities and enabling them to participate actively in decisive 
activities (Onsongo, 2010).  
There are additional developments in women leadership in Republic of Kenya particularly after 
the March 2013 general elections. Each county facilitated election of a woman representative to 
the national assembly. The Republic of Kenya constitution 2010 conjointly requires that 
appointments to public offices must not have over a third of one gender (Nzomo, 2012). This 
accords additional opportunities for women leadership within the Kenyan society. The 
appointment of cabinet in forming a replacement Government in 2013 saw the appointment of six 
women to have a full cabinet of eighteen cabinet secretaries. (GOK 2013) 
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1.1.1 Women in corporate sector in Kenya 
For women officials who know where to look, obviously the famous unattainable rank that has 
blocked them from ascending in a male-commanded corporate world is splitting. Women are 
currently making advances into top corporate positions, adjusting work and life and moving into 
the public sphere (Nzomo, 2012). The Government has attempted excellent endeavors in 
guaranteeing the removal of all types of oppression against women in the field of work.  
The Government sanctioned the Employment Act No. 11 of 2007 which is in accordance with the 
standards of the 1998 ILO convention. It obviously accommodates the elimination of all types of 
segregation at the work place and advances balance in all issues identified with business (Patterson, 
2013. The positive parts of the enactment are: It forbids victimization of women at the workplace, 
it denies absence behavior at the workplace, and it accommodates equality in payment for equal 
value of work. This arrangement is an unmistakable takeoff from the past enactment which 
accommodated two months maternity leave with relinquishment of the yearly leave (Johanson, 
2008).  
It is important that despite the fact that there has been an expansion in the number of Kenyan 
women going into public elective positions and private division; a few hindrances still prevent 
more women to get to these sectors (Omolara, 2009). The real hindrance is absence of quality 
education which consequently hinders them from effectively getting to the private and public area 
of work. It leaves the women to battle in the uncertain area which just gives low wages which are 
not sufficient for the woman to manage their families (FIDA, 2011).  
Women who were initially avoided for being risk averse are presently being viewed as being aware 
of the risk, opening a window that could make ready for more women to get involved not just best 
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positions in the financial administrations division but also in meeting rooms (FIDA, 2011). In 
Kenya, the issue of financial markets crash, the resulting worldwide monetary retreat and its fallout 
is unfurling in various routes for women. It has from one perspective given a significant number 
of the women sitting at the pinnacle of local organizations and businesses an opportunity to 
demonstrate that they have what it takes to keep the ship above water in a storm (Omolara, 2009).  
 There are additionally a sizeable number of Kenyan women who have modestly broken into 
official suites and meeting rooms amidst the storm locally and globally. A portion of these women 
include: Janet Kabiru, Head of Tax and Treasury for Sub-Saharan Africa at BAT; Kanini Mutooni, 
Director, Kleinwort Benson, UK; Marion Gathoga, Country chief, Cadbury Kenya and East 
Africa; Stella Kilonzo, previous Chief Executive Officer, Capital Markets Authority(Business 
Daily, May 28, 2010). 
1.1.2 Syngenta East Africa. 
Syngenta is one of the world's leading companies with more than 26,000 employees in over 90 
countries dedicated to its purpose: Bringing plant potential to life. The name, Syngenta, has two 
distinct roots. "Syn" stems from Greek. It reflects synergy and synthesis, integration and 
consolidating strengths. "Genta" relates to humanity and individuals. It stems from the Latin 
"gens", for people or community; so Syngenta means "Bringing People Together." It is a leading 
agriculture company helping to improve global food security by enabling millions of farmers to 
make better use of available resources.  
Syngenta East Africa Limited is located on Matumbato road, off Kiambere road next to Don Bosco 
Catholic Church Upper. Their goal is to be the leading global provider of innovative solutions and 
6 
 
brands to growers and the food and feed chain. Syngenta Kenya Products are; Fungicides, Insecticides, 
Selective Herbicides, Non Selective Herbicides, Seed Care, Nematicides, Seeds. 
1.2 Statement of the Problem 
Gender disparities in employment opportunities in Kenya are a true challenge to development. 
Despite growing participation by women within the work, there are still only a few women within 
the prime public decision and policy making positions in Kenya. Male illustration in prime 
management and decision making positions at Syngenta East Africa is disproportionately beyond 
that of females in almost all the top ranks. 
Most recent studies on women in leadership are supported by Americans or Western theories, or 
generally compare woman to men finding out individual variations or structure effects supported 
gender (Hillman, Shropshire, & Cannella, 2007; Kulich, Ryan, & Haslam, 2007). Most still 
explore topics like stereotypes (Hoyt, 2005; Powell, designer, &amp; Parent, 2002), or glass 
ceilings (Bartol, Martin, & Kromkowski, 2003; Waldstrøm & Madsen, 2007), or decide to reveal 
vital feminine leadership traits and behaviors (Hansen & Otero, 2006; Weikart, Chen, Williams, 
& Hromic, 2006). 
Available information indicates that women are inadequately represented in senior leadership 
positions in corporate   sector Schien (2007). Onsongo (2010) in his study documented on general 
challenges facing women's participation in leadership within the public and private sector in 
Kenya, such documentations have very little specific factors affecting the success of women in 
leadership positions in the corporate sector, and hence the relevance for this study on factors 
affecting the success of women in leadership positions in the corporate sector: A case of Syngenta 
East Africa. 
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1.3 Objectives of the Study 
The general objectives of the study was to find out the factors affecting the success of women in 
leadership positions in the corporate sector. 
1.3.1 Specific Objectives 
These are the specific constructs that formed the research variables. 
i. To determine the extent to which experience affects the success of women in leadership 
positions at Syngenta East Africa 
ii. To establish the influence of educational qualifications of Women in leadership positions 
at Syngenta East Africa and the influence on their success. 
iii. To examine the influence of social cultural factors on the success of women in leadership 
positions at Syngenta East Africa 
iv. To evaluate company policies and practices and their impact on the success of women in 
leadership positions at Syngenta East Africa. 
1.4 Research Questions 
These are the questions that the research intended to answer. 
i. To what extent does experience affect the success of women in leadership positions at 
Syngenta East Africa? 
ii. What influence does education qualification have on the success of women in leadership 
positions at Syngenta East Africa? 
iii. What are the influence of social cultural factors on the success of women in leadership 
positions at Syngenta East Africa? 
iv. What impact does company policies and practices have on the success of women in 
leadership positions at Syngenta East Africa? 
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1.5 Significance of the study 
1.5.1 Syngenta East Africa 
The study will be important to the company since it will provide the relevant information on the 
factors that affect the success of women in leadership positions. The established factors from the 
study can be used by the company to formulate policies that can enable women to ascend and 
deliver in leadership positions in the organization. 
1.5.2 Government 
The government advocates for 1/3 gender rule through the constitution and therefore this study 
will inform the government on the current situation in the implementation of gender rule especially 
on women leadership in corporate sector. It can therefore know the different approaches to ensure 
opportunities are available for women in leadership. 
1.5.3 Others Researchers 
This study will provide the literature that future researchers in the related field can review to know 
the already existing situation and gaps available on which they can pitch their studies by coming 
up with constructs from the study. 
1.6 Scope of the study 
The research study explored the factors affecting the success of women in leadership positions at 
Syngenta East Africa located on Matumbato road, off Kiambere road next to Don Bosco Catholic 
Church Upper. The study targeted women in leadership positions and those not in leadership 
positions working at Syngenta East Africa. Also their male counterparts were sorted for their views 
on the same. Therefore the total population targeted was 180 employees of the company. 
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1.7 Chapter Summary 
This chapter of the study represented the background of the study which included sections of the 
statement of the problem, the research objectives with the research questions, the scope of the 
study, limitation of the study and significance of the study. This chapter gives direction to the 
entire research work since all other chapters are premised on this chapter one. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
The chapter presents the literature that is related to the study that is divided into the theoretical 
review, empirical review, the gaps from the literature, theoretical framework and the 
operationalization of variables under study. 
2.1 Theoretical Literature Review 
This section present the review of the theories that the study is anchored on so as to give it the 
right perspective in the filling of the research gaps identified in the review. 
2.1.1 Prospect Theory 
Prospect theory depends on two phases within the decision-making method, the main is that of the 
editing, that involves how people mentally organize and modify information. The second is the 
analysis part, during which people opt for the prospect which has the best value (Kahneman and 
Tversky, 1979). Tversky and Kahneman (1981) also developed the idea of framing that plays a 
crucial role within the identification of the point of reference from that people build selections. 
Tversky and Kahneman (1981) maintain that framing mechanically influences perception that 
successively leaves people prone to modified preferences in each real and theoretic things. They 
further argue that the sensitivity of a preference in deciding may be an essential turning purpose 
within the rational alternative model.  
People tend to weigh prospects that appear additional doubtless as a certainty instead of perceiving 
the prospect supported its actual chance (Kahneman and Tversky, 1979). Kahneman and Tversky 
(1979) area unit careful to differentiate between overweighting possibilities, that is distinct from 
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overestimating possibilities, the previous is predicated on perceived possibilities, whereas the latter 
is predicated on the supply experiential, a mental cutoff in deciding (Tversky and Kahneman, 
1973); that is additionally some extent that Levy (1992) highlights additionally to overweighting 
prospects, people modify their prospects, analytic  parts that area unit distinctive and discarding 
parts that area unit common to every prospect, a method Kahneman and Tversky (1979) identify 
as the isolation effect. 
Thaler and Johnson (1990) writes, “once again, later losses that comprise smaller than the initial 
gain are often integrated with the previous gain, mitigating the influence of the loss aversion and 
facilitating risk-seeking,” that can be understood as “playing with the house money”. In different 
words, once a person gains a windfall of income; they win massive at a casino for instance; they 
will build further gambles and think about any later losses as a discount in gain, instead of absolute 
loss. This can be basically a deviation within the point of reference in prospect theory; but, they 
argue that mental accounting plays an extra role. 
Goolsbee, Levitt, and Syverson (2013) make a case for that mental accounting may be a method 
within which people “divide their current and future assets into separate, unassignable parts, rather 
than basing getting selections on their assets as a whole”. Thaler and Johnson make a case for that 
the worth function v(p) in plays a major role in their study of the influence of previous gains and 
losses in deciding below risk. They ask, “How will previous gains be accommodated during this 
(Prospect Theory) framework?” Kahneman and Tversky make a case for that previous gains and 
losses will produce complications in their model. As a result, they counsel that there could also be 
some flexibility within the written material part of prospects, primarily once the point of reference 
is influenced by a previous outcome. 
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2.1.2 Leadership Theory: The Role of Gender 
Leadership, by implication, suggests power. Yet, power comes in several forms and, traditionally, 
addresses problems with oppression. Dimensions of race, gender, and sophistication are conduits 
of oppression. Gender has not been absolutely explored inside the context of oppression and will 
have an area in discussions of hierarchy and power (Murray, 2010). Entering into a leadership role 
will be a method of exerting power over historically burdened teams or, conversely, a method of 
reacting to one’s own history of oppression and thereby exerting one’s first expertise with power. 
Multiple cultural identities have challenged the stereotypes of leadership.  Bradley (2011) 
mentioned the normal stereotypes for skilled African yank women as either “Mammy” or 
“Sapphire,” referencing instead the nurturing and strength they convey to their skilled roles. There 
are unit penalties for holding skilled roles that naturally don't match with the stereotypes of African 
American women, together with criticism by different African women for fulfilling stereotypes or 
abandoning cultural ideals and create mentally expectations that African American ladies can't be 
effective leaders. One could surmise from Bradley’s position that skilled African American 
Women might not be inclined to assume ancient, male-defined leadership roles inside the message 
profession thanks to the perceptions that others could hold of them. 
Exerting power and presumptuous leadership roles as historically outlined, run counter to women’s 
development and their orientations toward relationship (Gilligan, 2012). Ancient masculine and 
female traits are a unit unimaginative in terms of leadership potential. Ladies in leadership 
positions are typically expected to demonstrate typical masculine traits like decisiveness, authority, 
and straightness. Women gave the impression to work from a care and relative orientation, and 
these traits could also be inconsistent with the normal conception of leadership (Gilligan, 2012). 
However, ideas of patriarchal power and hegemonic masculinity challenge women to uphold 
13 
 
ancient role expectations (Coleman, 2009). Participants in an exceedingly qualitative study of 
feminine head lecturers in European country and Wales found advantageous ways in which to step 
outside of the male role (Coleman, 2009). Many participants during this study mentioned 
mistreatment “feminine wiles” and having totally different interactions with men to realize their 
skilled functions. Whether or not decisiveness, authority, and straightness so reserved for men and 
masculine behavior could be a multilayered question that addresses surface behaviors and, 
additional deeply, effective leadership designs. (Gilligan, 2012) seeks to uphold unimaginative 
views of helpful leadership. A woman who finds ways in which to use her femininity to her 
advantage is seen as wishing on attractive trickery (Coleman, 2009), whereas a person exerting his 
masculinity could also be seen as active leader 
2.2 Empirical Literature Review.  
2.2.1 Experience on the success of women in leadership positions 
Experience and skills play a very important role in women’s leadership success (Similes lexicon, 
2008). Hence, an immense of experiences women leaders have had at work, the more of ability 
they acquire to accelerate their leadership skills and grant their success. In today’s world, careers 
have a lot of versatile structure. Alternative activities, like communal activities and completely 
different life roles conjointly contribute to the formation of a career. It’s attainable to maneuver up 
to higher positions and so return to a less demanding positions, and once more later move up once 
again. People don't solely desire a job or a career for the sake of it, however they both want 
experiences and also the possibility to satisfy themselves (Airo, Rantanen & Salmela 2008). 
Women’s plight is a problem of all humanity. A sizeable analysis information already confirmed 
that women represent the bulk of the poor and illiterate each within the rural and concrete areas of 
the continent (Manuh, 2010). Whereas in terms of legal rights and customary rationality they ought 
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to participate altogether in the sectors of life, they are seized and discriminated in practice 
particularly within the developing world. They do not get access to benefits as men in several in 
several African countries whereas they represent 57% of the economic activity, for instance, in 
Sub-Saharana Africa (Manuh, 2010). Existing resolutions and forums like the 1995 fourth 
International Conference on women, the 1994 Cairo Conference on Population and Development, 
and also the 1995 World Summit for Social Development (Onsongo, 2010) illustrate that there's 
still inequality in treating gender problems globally. In theory, however, a contemporary civilized 
democratic government/institution must make sure that women have equal access and participation 
in all modes of life in all challenges and advantages. A society that advocates justice, democracy, 
representativeness and ideology should guarantee equal degree of participation for women to that 
of men in educational activity leadership and management. 
According to Meaney (2008), in developing countries women face obstacles and confront several 
shapes of sex-segregation in Saudi society and everything that has an effect on their efforts to 
induce expertise or skills as they have a restricted variety of opportunities to get work instead of a 
little chance to access leadership position. Consequently it's terribly exhausting to have massive 
expertise or knowledge, particularly if we all know that Saudi women accounted for less than 1% 
of the private sector work force in 2009 (Van Engen, 2014).  
They were higher in government, wherever they stood at 30% of the employees in 2008 (DeAnne, 
2011). And this was mirrored on a 2010 World Economic Forum index of gender equality in 134 
countries, whereas the six countries of the Gulf Cooperation Council (GCC) were all graded below 
one hundred, starting from 103 (UAE) to 129 (Saudi Arabia) (Schein, 2011). As a results of 
increasing entering of Saudi ladies in all levels of education and numerous fields of employment 
and aspects of public life in Asian country, the last ten years witnessed a growing participation of 
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ladies in senior management positions and within the decision-making method publically and in 
the private sectors (Schein, 2011).  
Recent developments indicate a transparent strategic direction of policy manufacturers and 
development plans in Asian countries towards a good bigger role for women public life and into 
high leadership positions public domains (Al-Ahmadi, 2011). Of course, their opportunities to get 
experiences and knowledge in several fields of management are increasing with time particularly 
these days with the growing trend towards encouragement of women to penetrate entrepreneurship 
world and also any involvement of them in work force so as to extend their share within the Saudi 
economy, though there was no platform supporting young women in Asian country (Fatany, 2008).  
According to OECD (2014), women lack the talents and skills necessary for them to approach 
banks for funding. This low level of economic accomplishment in women in conjunction with the 
perceptions on the advanced method of application to get the loan from the bank represent barriers 
encountering women to getting the backing they require to start their business. Supporting women 
with the desired training and skills to facilitate their access to money entities is important to boost 
women entrepreneurship in MENA region. Saudi Government exerts best endeavors to extend 
ladies employment in its seeking to assist them to achieve experiences. Therefore within the year 
2013, the Saudi Ministry of Labor issued a series of recent directives such as: women would not 
need their husband or custodian’s permission to ha a job, retailers that cater completely to women, 
(i.e., lingerie, cosmetic and fragrance shops) should solely employ women, factories and 
supermarkets ordered to hire many women, and private and public businesses shall currently create 
new jobs, separate areas and facilities for women staff.  
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2.2.2 Education qualifications on the success of women in leadership positions. 
Education and coaching of women and girls may be a right and a necessary part for the complete 
enjoyment of all different social, economic, cultural and political rights. The Millennium 
development goals (2000), and therefore the capital of Red China Platform have systematically 
placed stress on the importance of education in promoting gender equality and therefore the 
advancement of ladies. 
In the education sector in Republic of Kenya, the extent of education has been emphasized on the 
heads of institutions. The sessional paper No. 6 (1988), on education and workforce training for 
successive decades and on the far side, states seeable of the crucial role of heads of institutions 
that the government can make sure that those appointed as decision makers have applicable tutorial 
qualification expertise, ability, competence, integrity and initiative (TIQET 2009). In recent years 
gender equality has become the main focus of the gender and development (GAD) approach, a 
spotlight that is mirrored within the Platform for Action of the 1995 Fourth World Conference on 
women control in capital of Red China. The Platform for Action places specific stress on twelve 
crucial areas of concern; and education was second on the list. Instructional qualification and 
training of women is a component of the answer towards increasing work opportunities and 
placement in higher decision making positions. The upper the qualification in education, the upper 
the probabilities of accessing higher decision making positions. (ILO 1995). Still (2010) through 
studies carried in Australia did conclude that restricted access to education for ladies is denial to 
higher ranks for administration. They additionally finished that lack of qualification and coaching 
was enough for non-appointment of ladies to leadership positions. The work of the community 
needs some advanced trained persons, who seek to grow and rise in a corporation, and should 
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obtain developmental and coaching opportunities. Those women who fail to hunt such 
opportunities contribute to stagnation of their career quality. 
The education and human resource development (2008) report on the committee on choice 
appointment, preparation and coaching of head of academics within the public colleges, counseled 
that head of academics ought to have attended a minimum of one in-service course in school 
management offered by Republic of Kenya Education workers institute (KESI) before 
appointment which they ought to lean longer courses on monetary management, human resource 
management, and also public relations. The whole integrated quality Education and training 
(TIQET) report (2009) observes that education management needs wise and economical utilization 
of personnel, funds and instrumentality to boost potency within the delivery of quality education. 
The report planned that appointment of head of academics and different managers ought to be 
supported by institutional management coaching and on proved ability and possession of 
applicable qualification and relevant expertise. Dorsy (2009) found that, the explanations for poor 
illustration in administration of women are just because they have usually low qualification than 
men. This means, once promotions are done on benefit, a lot of men qualify compared to women. 
Most women do not have any access to education and coaching that will allow them to be part of 
administration at high levels. 
Researchers are fascinated by the past within the alternative ways gender variations and 
stereotypes are manifested in education. They found that ladies tend to be a lot fascinated by 
theoretical courses (languages, literature, psychological science etc.) whereas men are a lot 
seemingly to like science and technology courses. Researchers have argued that it's the result of 
widespread gender stereotypes that impose totally different behaviours and qualities to men and 
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women (Eccles et al., 2015). Thus, stereotypes are an important issue that has to be examined so 
as to cut back these variations in action.  
According to Timmers et al (2010), there are three views that mirror three sets of things to elucidate 
women‘s under-representation at higher job levels: individual, cultural and structural or 
institutional influences. As per the individual perspective, the main focus is on variations between 
men and women and therefore the stereotypes connected with every role. The policies that are 
enforced per the individual perspective relate to coaching, work and mentoring to support women 
and supply them with the chance to boost their skills. The cultural perspective suggests that the 
structure context, which incorporates the organization‘s culture, history, ideology, and policies, is 
connected with the factors resulting in women‘s restricted success in achieving higher level 
positions. it's going to be laborious to vary a people‘s culture therefore to accommodate women in 
leadership, however it looks to be the foremost smart issue to try.  
The literature that exists on the topic of women and work identifies two styles of segregation 
touching the work force, horizontal and vertical segregation (Evetts, 2014; Hakim, 2016). Povall‘s 
study (2010) of the finance sectors found clear proof of vertical segregation solely a little minority 
of women reached positions of real power, authority and standing (Povall, 2010). However, one 
could get surprised of what percentage stay to those positions up to retirement. Similar proof has 
been found in leadership in education (Jackson 1990; Tikbrook, 1998). Clearly, a lot of strategic 
approach must be taken to the promotion of women to senior leadership posts if any major 
modification is to be achieved. Evetts (1994, 1998), states that, so as to essentially progress inside 
the organizations, it's necessary to get posts with leadership responsibilities. Access to those posts 
is extremely restricted as women are known by a career route for themselves that is to avoid this 
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conflict, thereby exploit the problem unresolved. This could encourage vertical segregation 
wherever men may carry on men to succeed them.  
2.2.3 Influence of social cultural factors on the success of women in leadership positions. 
Bass (2010) counsel that women are a lot more than men to be delineated as magnetic leaders, 
which they are a lot of probably to temper criticism with feedback. Eagly and Johnson (2010) 
justify that women tend to adopt a lot of democratic or participative leadership designs than their 
male counterparts who appear to be rather autocratic or directive in their leadership vogue.  
The rationale for this could not be implausible as women in several are raised to hold out a lot of 
domestic work and watch out of everybody reception whereas the men are raised to be authoritative 
even reception, giving directions expecting their directives to be obeyed. These attributes are 
ordinarily transferred to the workplace. Akinboye (2014) says that five-hitter of managers in 
strategic sectors are women.  
Shapiro et al (2009) citing Gross and Scott (1990) stated that generation ‘X’ staff that's, women 
born throughout 1961 to 1982 period were unwilling to place within the effort to urge to the highest 
of their careers. however that by year 2000, some women had become extremely successful  career 
women by exploitation of versatile work arrangements (FIWAs) or within the various, leave the 
workplace quickly for replica and raising of youngsters Nwobodo, 2011). By this they would be 
able to perform the socio-biological roles and are available back to perform their roles within the 
workplace that might still be hampered because of their expected social role reception.  
One among the social group expectations from women is that they give birth to babies and nurse 
them (Campell, Bommer & Yeo, 2013). At the same time, they need their careers to pursue and 
even get to the highest. Combining these roles might be enormous to the ladies having to manage 
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the house beneath the leadership of the husband (and different extended male relations because the 
case is in most African culture) and within the workplace as a frontrunner might be quite difficult 
(Cooper & Strachan, 2009). Women who are sandwiched between the patriarchal dominance 
reception and their roles as leaders within the workplace won't be quite consumed within the 
workplace. 
According to Davidson and Tolich (2013), male colleagues within the organizations won't even 
facilitate matters as they have been fed with the culture of superiority of sex over feminineness. 
Women during this reasonably state of affairs would possibly got to be assertive or authoritative 
in several instances that some might ask as women being harsh once they are leaders in 
organizations. Nwobodo (2011) citing the finding of Caliper study says that once feeling the sting 
of rejection, women leaders learn from adversity associated stick with it with an ‘I can show you’ 
angle. 
Societies over time have developed cultures that support masculinity against feminism with 
facilitation of economic factors instead of social factors that facilitate to keep up this stereotype 
(Hofstede, 2011). Until now the perception of women as "outsiders" in work attributable to their 
physical variations still spreads particularly in most of developing countries. The categories of 
society formed completely different views for women, and this has been mirrored upon their 
participation in hands, thus taking charge of leadership positions (Grogan & Shakeshaft, 2009. 
Thus, a woman who aspires to be in a leadership positions should overcome each of her childhood 
socialization, that discourages development of some essential qualities, and a well-liked perception 
of the sex of leadership each of that tangibly scale back the possibility she is going to be judged 
qualified.  
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Additionally to socialization and stereotyping, different barriers to females' upward quality into 
leadership positions embody (Acker, 2012): (a) discrimination against them in personnel selections 
involving promotion, selection, and supervision; (b) a scarcity of ladies and men willing to mentor 
women; (c) management development opportunities that are supported job rotation.  The 
modernization, economic factors, technological factors and alleviation tendency facilitate women 
to necessitate their rights, and establish several feminism movements that support women rights 
(Altintas, 2008).  
Women leadership in industrial societies was less than in post-industrial societies that provides 
equal opportunities of treatment to each women and men (Mitroussi & Mitroussi, 2009). Societies 
that developed into information societies offer women with vital tools to steer organization 
effectively like straightforward obtaining knowledge, and simple communications that facilitate 
work (Hughes, 2011).  
Proof shows that faculty, society and media interventions will promote gender equality. 
Community interventions will address gender norms and attitudes through completely different 
communication suggests (Mario Peter, 2009). Media interventions can even contribute to change 
gender norms and promote women’s rights; Public awareness campaign and different interventions 
delivered by TV, radio, newspapers and different media are often effective for sterilization 
attitudes towards gender equality norms (Mario Peter, 2009). What is more, the national and 
international frameworks that promote gender equality needs to be developed by laws or 
international conventions particularly in societies with rigid gender roles (Koening, 2013). 
 Therefore any country makes law framework and joint the convention on the elimination of all 
sorts of discrimination against women, the foremost comprehensive pact on women’s human 
rights, that came into force in 1981, has been sanctioned or acceded to by one hundred sixty five 
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states worldwide (Oplatka, 2009). That necessitates equality between girls and men in relation to 
civil, political, economic, social and cultural rights, emphasize the importance of equal 
participation of women with men publicly life (Norris & Inglehart, 2010), and therefore the 
leadership of women may be a form of this equality. 
Female leaders can experience less work autonomy and adaptability if they still add the standard 
retail and private services industries that have either inflexible hours or demanding  shoppers 
(Bates, 2012; drop-off, 2008; Kim & Ling, 2011) feat women less management over their work 
environments and better levels of labor family conflict. Family-work constraints will lead women 
to drag double duty with home and work responsibilities, and successively prohibit business 
growth instead of encouraging it, provide higher priority to their spouse‘s careers and build 
sacrifices in their own. This ends up in smaller employment size, revenues, and financial gain 
levels of women-led businesses (Jennings & McDougald, 2007).  
2.2.4 Company policies and practices on the success of women in leadership positions. 
Fagenson, (2010) suggests that women‘s experiences may be influenced by a firm‘s history and 
industry policies. This goes to prove that women‘s problems may also be due to unfavourable 
policies that an organization makes or the organization‘s failure to make policies that encourage 
women to move up to managerial positions. Pfeiffer, (2013) proposes that organizational factors 
such as growth, technology, personnel policies and practices, and unionization are determinants of 
organizational demography, including distribution of age, tenure, gender and race.   
Female leaders believe women and men are seen as equally likely to possess characteristics 
necessary for managerial success (Schein, 2007). This is an attitude that encourages women to 
strive for managerial positions. However, if women choose instead to embrace the traditional 
feminine roles, whilst they are viewed as likeable people, then they may lack the task- oriented 
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trait associated with competence (Rosener, 2010). So, there should be a way in which women can 
try and satisfy this expectation, because either way, there are problems associated with any one 
situation.  
Korabik and Ayman (2010) felt that men and women have a mixture of the so called masculine 
and feminine characteristics and so to them it is important for men and women to recognize that 
both sides exist within them, although one side may appear more dominant in a person, it is only 
because that side is more developed. According to Reavley (2010), there is a reason to believe that 
the lead manager cannot be characterized as either male or female.  
Leadership requires a mixture of abilities and skills, some of which are perceived to be feminine 
and some masculine. This argument is directly telling us that any leader in our present society 
serves both men and women. This leader must therefore possess the requisite human skills. Women 
can easily learn whatever human skills are required by the position they intend to hold. 
Greenwald (2016) argues that corporate managers often introduce family-friendly policies for the 
sake of better working conditions and that those special measures will definitely yield larger profits 
for companies. Perry-Smith and Blum (2009) also postulate that family-friendly policies have a 
positive impact on organizations as a mechanism for competitive advantage. In addition, Shepard, 
Clifton and Kruse (2014) have pointed out that companies with a flexible employment structure 
such as the flextime system can raise their productivity by 10% compared to those without such 
systems, which suggests that more flexible employment systems lead to productivity 
improvement.  
In addition to the child-care leave system, much attention has been recently paid to the diverse and 
flexible personnel management of facilitating the balance of work and life. One of those innovative 
approaches is to examine the effect of various family-friendly policies. The concept of family-
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friendliness emerged in Western countries after the 1980s as a method to balance work and private 
lives against the background of increasing working mothers, declining birthrates and accelerating 
social aging trends, more diverse family types and noticeable changes in individual lifestyles. For 
example, Sakazume (2012) has postulated that family-friendly measures are effective for boosting 
workers morale, improving working conditions and reducing the percentage of women breaking 
away from employment.  
 As a characteristic of any development effort originating in the developed world, the women in 
development (WID) movement holds modernization as its central tenet, viewed as a linear process 
that is measured in economic terms (Chowdhry, 2015), even though much of the modernization of 
the colonial era had marginalized women when new technology and innovation had been targeted 
toward men (Boserup, 2010). Even though one of WID‘s central goals was the incorporation of 
women into capitalist models of development, this era spawned pushback against First World 
feminist ideas that were not applicable in the Third World (Brown, 2006; Ghodsee, 2013) and 
stimulated demands from feminists that women are to be included in development efforts, and the 
international community listened and responded (World Bank 2004; UN, 2014; UNDP, 2013, 
2014, 2015, 2016).  The response has been a gender and development approach (GAD) which 
switched the focus from women and women‘s roles, to the gender relations between women and 
men and the interaction of women and men‘s roles together at all levels of the social, political, and 
economic spectrum. This movement includes Third World women‘s organizations as well as 
efforts proposed by the developed world. GAD is a more sensitive, varied, and flexible approach 
to complex gender structures and addresses the shortcomings in the WID approach. The GAD 
approach is more ambitious in its challenge of long-standing social forces, and therefore difficult 
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to implement. The WID projects tended to be politically and practically easier to implement 
(Brown, 2006; Chowdhry, 2015; Ghodsee, 2013; Vavrus & Richey, 2013). 
2.3 Summary and Research Gap 
On the experience construct according to Meaney (2008), its noted that women constitute the 
majority of the poor, illiterate and lack of experience to take up leadership positions both in rural 
and urban areas of Africa yet they constitute 57% of the economic activity especially in sub-
Saharan Africa but the study did not establish the causes of these poverty, illiteracy and shortage 
of experience for leadership positions by women. It also points out that women lack skills, 
knowledge and experience for them to have be in successful leadership position in the organization 
but then the study did not establish the interventions that can be put in place to bridge the gaps 
(Shein, 2011). 
On matters education qualification, the literature reviewed indicated that there is limited access to 
higher education for girls which denies them chances to ascend to higher ranks in administrative 
positions (TIQET, 2009). It is therefore important to explore more on the factors limiting girls to 
access higher education so that it can be clear on the interventions to be put in place. It is also 
postulated in the review of Dorsy (2009), that gender differences and stereotypes are manifested 
in education meaning that girls tend to be more interested in theoretical courses (languages, 
literature, psychology etc.) while boys are more likely to prefer science and technology courses. 
Researchers have argued that it is the outcome of popular gender stereotypes that prescribe 
different behaviors and qualities to men and women (Povall, 2011). Thus, stereotypes are a crucial 
factor that must be examined in order to reduce these differences in achievement.  
On the social cultural factors, Bass (2010) in the literature points out that the societal expectations 
from women is that they give birth to babies and nurse them. At the same time, they have their 
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careers to purse and even get to the top. Combining these roles could be enormous to the women 
having to manage the home under the leadership of the husband (and other extended male family 
members as the case is in most African culture) and in the workplace as a leader could be quite 
challenging (Akinbove, 2014). Women who are sandwiched between the patriarchal dominance at 
home and their roles as leaders in the workplace might not be quite fulfilled in the workplace. 
Therefore the gap here is to establish the alternative ways of making it manageable for women to 
handle their leadership positions at work and the home chores Nwobodo, 2011).  
Finally on company policy and practices, the concern was that women‘s problems may also be due 
to unfavorable policies that an organization makes or the organization‘s failure to make policies 
that encourage women to move up to managerial positions Fageson, 2010). It was therefore 
proposed that organizational factors such as growth, technology, personnel policies and practices, 
and unionization are determinants of organizational demography, including distribution of age, 
tenure, gender and race but there was nothing to show the impact the organizational factors have 
on the women leadership (Greenwald, 2016). 
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2.4 Conceptual Framework 
The conceptual framework links the independent and dependent variables to postulate how the 
constructs under study are interconnected. 
Figure 2.1: Conceptual Framework  
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2.5 Operationalization of Variable 
 
Figure 2.2: Operational Framework  
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2.5.1 Career Experience 
To become a leader experience is needed, which is usually gained from earlier working and life 
experiences. Career constitutes of different events and activities. Career is a lifelong process, on 
which education, different working experiences and positions, family and different activities 
happening outside of work all have an effect. Therefore as organizations change, also the structure 
of careers changes (Coleman, 2009).  
2.5.2 Education Qualification 
Educational qualifications and choices are important, as they guide one's way to a certain working 
sector. Also, the amount and nature of education play a role. The first job after graduation is often 
coincidental as graduates tend to apply to many different kind of jobs. It might not match the 
education completed or the person's idea of an ideal job. People also have very different views on 
what they want to do after graduation and how they want to pursuit their careers. Some may aim 
high from early on, and some just want to gain working experience before pursuing more 
challenging positions. Women's educational level is high in many parts of the world today in which 
women are outperforming men and thus women do not lack competence or know-how when it 
comes to demanding positions. Nevertheless, the number of female leaders is low in many parts 
of the world (Hughes & Zacharia, 2011). 
2.5.3 Social Cultural Factors 
Culture resides at multiple levels, from civilizations, nations, organizations to groups and it is 
generally defined as the enduring set of beliefs, values, and ideologies underpinning structures, 
processes, and practices that distinguishes one group of people from another. The groups of people 
may be at school level (organizational culture) or at national level (societal culture) (Mario, 2009). 
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2.3.4 Policies and Practices 
Women persistently face more household demands and family responsibility even when working 
outside the home because women are still expected to be the primary caregivers. This reduces time 
available for work and increases stress, leading to more work-family conflict and attitudes and 
behaviors that interfere with business leadership. Men on the other hand are expected to be good 
economic providers for their families and devote time to business. Therefore, as bread-winners 
men are better able to maintain their family and work demands at the same time than women 
(Powell & Butterfield, 2011). 
2.6 Chapter Summary 
The chapter focused on the theories on which the study is anchored on and in this case they are 
Prospect Theory and Leadership theory: the role of gender. The empirical review of the studies 
related to the current study are explored by discussing each variable under study. The conceptual 
framework done and operationalization of the variables also done. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction  
The chapter presents the research design that gives the overview of the way the study was 
conducted, the target population, the procedure for sampling and data collection instruments. The 
validity and reliability of the instrument, data presentation and the data analysis techniques to be 
used. 
3.1 Research Design 
Research design is defined as a master plan that specifies the methods and procedures that are used 
by the study to collect and analyze and present the needed information (Kothari, 2001).  The 
researcher used the descriptive research design for the study.  As the name suggests, this design 
refers to a set of methods and procedures that describe variables. According to Emory and Cooper 
(1994), a descriptive study is used to determine who, what, when and how of a research topic 
which is a concern for this study. Descriptive research design was used because it enables the 
researcher to generalize the findings to a larger population. The descriptive research design 
approach has been credited due to the fact that it allows analysis of the relationship between 
variables (Creswell, 1999). This design enabled the researcher to use both quantitative and 
qualitative research methods in data collection, analysis and interpretation. 
3.2 Target Population 
This is the group, items or individual objects from which the samples are taken for the purposes 
of the study by the researcher (Mugenda & Mugenda, 2003). This study targeted 180 employees 
from Syngenta East Africa which included the management, supervisors and the general staff. 
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Table 3.1: Target population 
Population Category Target  Percent (%) 
Managers 
Supervisors 
General Staff 
    36 
    54 
    90 
 19 
 29 
 52 
Total     180  100 
Source: Author (2018) 
3.3 Sample and Sampling Technique 
A sample is a smaller number of the target population that finally used to represent the population 
under study. Therefore the process of systematically selecting a number of individual, items or 
groups for a study to represent the entire population is referred to as Sampling (Gay, 2011). The 
study engaged probability sampling where every item in the entire population as equal chances of 
being selected in the study sample for the research. This was done randomly that was independent 
from the person doing the research to ensure limited biasness in the estimates to provide 
measurable precision required for relatively little knowledge of the population. It was 
recommended that 50% of the total population makes a reliable sample size that reduces errors 
(Kotler, 2006). 
Table 3.2: Sample and Sampling Technique 
Population Category Target  Percent 
(50%) 
Managers 
Supervisors 
General Staff 
    18 
    27 
    45 
 20 
 30 
 50 
Total     90  100 
Source: Author (2018) 
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3.4 Data Collection Instruments 
The instruments that was used for data collection was structured self-complete research 
questionnaire and was administered to the sampled population and collected after a few days. 
Questionnaires were preferred in this study due to their efficiency in obtaining important 
information relevant for from the study population that best suit the current study and the 
immediate response from the respondents based on the research objectivity addressing the research 
questions (Mugenda & Mugenda, 2003). 
3.5 Pilot Study 
A pretest was done on the structured ended questionnaires to determine their reliability and validity 
to the study. Specific questions were incorporated in the questionnaires which aimed at capturing 
specific information from the respondents. These preliminary questionnaires were sent to 15 
employees of Syngenta East Africa to fill in and sent back for evaluation and the participants 
involved in pretest were be part of the main study. The aim of the pilot testing was to check the 
reliability and validity of the questionnaires to achieve accurate results.  
3.5.1 Validity 
Validity refers to a measurement devices ability to vary directly with a measure of the same 
construct or indirectly with a measure of an opposite construct. It allows showing that the test is 
valid by comparing it with an already valid test. Content validity is concerned with a tests ability 
to include or represent all of the content of a particular construct.  
According to Frankel and Wallen (2000), validity relates to the quality attributed to the degree to 
which they conform to establish knowledge or truth. It refers to the extent to which an instrument 
can measure, or, ought to have measured. The validity of the instruments was done by designing 
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the questionnaires and consulting the supervisors of the contents. Adjustments were made 
according to the advice of the supervisor. 
3.5.2 Reliability 
Reliability refers to the consistency or rather the stability of the scores obtained from tests and 
assessment procedures. Mugenda and Mugenda (2003) argue that reliability is a measure of the 
degree to which a researchers’ instrument yields consistent results or data after repeated trials. To 
ensure reliability, Charles (1995), postulates that consistency with which questionnaire or test 
items are answered or individuals scores remain relatively the same can be determined through the 
test-retest method at two different times.  
This method involved administering the questionnaire at an interval of one week as a pilot test to 
the same group and then comparing the two scores. Comments that were made by the pre-testing 
respondents were used to adjust and improve the instrument.  
3.6 Data Collection Procedure 
Data was collected using a questionnaire. A questionnaire consists of a list of questions relating to 
the field of enquiry, and providing space for answers to be filled by the respondents ((Orodho, 
2015). A closed and open ended question were used in the questionnaire to gather information 
from the respondents. Consequently, by using these two types of questions, both quantitatively 
and quantitative data was collected from the respondents. Before initiation of the actual survey, 
three research assistants were identified to assist the researcher in administration of the 
questionnaire.  
The assistants were briefed about the project and its objectives and then trained on the 
administration of the questionnaire to the subject. Questionnaires were prepared and then 
35 
 
distributed to the respondents through hand delivery equivalent to the number of sample size and 
then the respondents were given time comprising to a period of three days to fill them. Thereafter, 
the questionnaires were collected back for the final analysis.  
3.7 Data Processing and Analysis 
This is the process of gathering, modeling and transforming raw data with the goal of highlighting 
useful information, suggesting, conclusion and supporting decision making (Kothari, 2001). 
For analysis, the questionnaire data was coded before entry. After coding, the data was linked to 
the management and teaching staff (target population as collected) and then entered together with 
questionnaire data into a spread sheet then transferred to the SPSS 17.0 software for analysis. For 
the purposes of identification and confidentiality, no names were used. 
According to Amin (2005) Descriptive statistics provides us with the techniques of numerically 
and graphically presenting information that gives an overall picture of the data collected. The 
researcher used Pearson’s correlation co-efficient calculation after data is aggregated to turn 
categorical data to numerical representation that required numerical methods. From such, 
descriptive statistics, frequency tables, graphics, and correlation tables were developed to help 
describe the data gathered.   
3.8 Ethical Considerations 
The researcher undertakes various steps to ensure that the study adheres to research ethical 
standards. Research authorization permit was obtained from the permission sought from the 
participating institutions, and from The Management University of Africa. 
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3.8.1 Voluntary Participation 
The researcher got consent from the management of the organization before administering the 
questionnaires. Participants were asked to verbally consent to participate in the research, for which 
they were free to participate or not to. The researcher explained to them that the information given 
was to be used only for the study. The researcher explained that the meaningful data for this study 
was to be achieved if they contributed their views about the research topic.  
3.8.2 Informed Consent 
Borrowing from Oliver (2004) the researcher ensured that through the principle of informed 
consent, complex as it is, and the respondents were devoid of hang-ups that came with lack of clear 
expectations of the research. As Oliver points out, some respondents may be impressed by the 
status of the researcher, or even by the words research will use and may agree to participate without 
having a good idea of what the research is all about. 
3.8.3 Confidentiality  
The researcher explained to the respondents that the data gathered in this study was to be treated 
in confidence and that the findings were meant for a project of Management University of Africa. 
The researcher explained to the respondents that the data was to be coded and no one, whatsoever, 
would relate the data to the respondents for both external and internal audiences of the project. 
3.9 Chapter Summary 
The chapter has presented the methodology that was used in the research study. The nature of the 
study has justified the choice of the descriptive research design. There has also been provided the 
target population, sample size and sampling procedure, research instrument, data collection 
procedure and how the analysis was done. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
 
4.0 Introduction  
The chapter presents the results gathered from the field using the research design, sampled 
population and research instruments identified in chapter three.  The demographic information is 
sort and then each construct explored. The results then presented on tables and charts for easy 
analysis. 
4.1 Presentation of Research Findings 
4.1.1 Demographic Information 
This was to record the background information of the respondents so as to know the quality of data 
collected. These information consists of the age, gender, academic qualifications, the position one 
holds and the duration of service one has been in the organization.  
4.1.1.1 Gender 
This was to establish the gender of the respondents to know the ratio and the perception on the 
study topic. 
Table 4. 1: Gender 
Gender Frequency Percentage 
Men 
Women  
     30 
     60 
    33 
    67 
Total      90     100 
Source: Author (2018) 
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Figure 4. 1: Gender 
 
Source: Author (2018) 
It was established that there were more female at 67% than men who were at 33%. 
4.1.1.2 Age 
The researcher wanted to know the age of the respondents so as to analyze based on this important 
factor. 
Table 4. 2: Age 
Age  Frequency Percentage 
Below 26 years 
27- 33 years 
34- 40 years 
Above 40 years 
     17 
     38 
     21 
     14 
    19 
    42 
    23 
    16 
Total      90     100 
Author (2018) 
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Figure 4. 2: Age 
 
Source: Author (2018) 
The results showed that those below the age of 26 years were 19%, between 27-33 years were 
42%, between 34-40 years were 23% and those above 40 years were 16%. 
4.1.1.3 Academic Qualifications 
This was to find out the level of education the respondents have and the obtained data presented 
as below; 
Table 4. 3: Academic Qualification 
Education level Frequency Percentage 
K.C.S.E 
Diploma  
Degree  
Post-graduate 
     10 
     45 
     20 
     15 
    11 
    50 
    22 
    17 
Total      90     100 
Source: Author (2018) 
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Figure 4. 3: Academic Qualifications 
 
Source: Author (2018) 
The data from the results indicated that O-level holders were 11%, diploma at 50%, degree at 22% 
and post-graduate at 17%. 
4.1.1.4 Current position 
The aim was to establish the position an individual holds in the organization to know the level of 
engagement and the information gathered 
Table 4. 4: Current position 
Current position Frequency Percentage 
Manager 
Supervisor 
General staff 
     18 
     27 
     45 
    20 
    30 
    50 
Total      90     100 
Source: Author (2018) 
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Figure 4. 4: Current position 
 
Source: Author (2018) 
On the current position that an individual holds at Syngenta East Africa, managers were 20%, 
Supervisors at 30% and general staff at 50%. 
4.1.1.5 Duration of Service 
This was to know the time a person had worked at the company and this would determine the 
experience an individual has. 
Table 4. 5: Duration of Service 
Duration of service Frequency Percentage 
1-3 years 
3- 6 years 
Above 6 years 
     29 
     42 
     19 
    32 
    47 
    21 
Total      90     100 
Source: Author (2018) 
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Figure 4. 5: Duration of Service 
 
Source: Author (2018) 
For the duration of service it was determined that those who had worked in the company for 1- 3 
years were 32%, 3- 6 years were 47% and then above 6 years were 21%. 
4.1.2 Experience 
4.1.2.1 Job experience on women leadership 
The researcher explored how job experience affects the success of women in leadership positions. 
Table 4. 6: Job experience on women leadership 
Job experience Frequency Percentage 
Yes  
No    
     67 
     23 
    74 
    26 
Total      90     100 
Source: Author (2018) 
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Figure 4. 6: Job experience on women leadership 
 
Source: Author (2018) 
It was noted that job experience affects the success of women in leadership positions according to 
74% of the total respondents while the remaining 26% did not agree. 
4.1.2.2 Experience in Leadership 
There was need to know if leadership experience for women need to be more than that of men to 
secure leadership positions. 
Table 4. 7: Experience in Leadership 
Leadership Experience Frequency Percentage 
Strongly agree 
Agree  
Disagree  
Strongly disagree  
     26 
     38 
     15 
     11 
    29 
    42 
    17 
    12 
Total      90     100 
Source: Author (2018) 
74%
26%
Yes No
44 
 
 
Figure 4. 7: Experience in Leadership 
 
Source: Author (2018) 
Those who strongly agreed were at 29%, agreed at 42%, disagreed at 17% and 12% strongly 
disagreed that women experience in leadership has to be more than that of men before a woman 
secures leadership position in an organization. 
4.1.2.3 Sexual exploitation 
This was to determine if sexual exploitation was much more a factor for women to ascend to 
leadership than the experience an individual had. 
 Table 4. 8: Sexual exploitation 
Sexual Exploitation Frequency Percentage 
Yes  
Sometimes  
No  
Don’t know 
     32 
     43 
       5 
     10 
    35 
    48 
      6 
    11 
Total      90     100 
Source: Author (2018) 
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Figure 4. 8: Sexual exploitation 
 
Source: Author (2018) 
The results indicated that sexual exploitation is much more a factor in determining women 
ascending to leadership position than experience they have according to 35%, sometimes for 48%, 
not a reason for 6% and those who did not know at 11%. 
4.1.3 Influence of social cultural factors 
4.1.3.1 Democratic and participative women leadership 
This was to establish if democratic and participative leadership style in women affect their 
authenticity in leadership. 
Table 4. 9: Democratic and participative women leadership 
Democratic women leadership Frequency Percentage 
Yes  
Somehow 
Not sure 
Don’t know 
     16 
     34 
     31 
       9 
    18 
    38 
    34 
    10 
Total      90     100 
Source: Author (2018) 
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Figure 4. 9: Democratic and participative women leadership 
 
Source: Author (2018) 
It was identified as of 18% that the democratic and participative nature of women leadership affects 
their leadership so as not to make tough and firm decisions in the organization. 38% alluded to it 
affecting them somehow, 34% not sure and 10% did not know. 
4.1.3.2 Societal women roles 
The focus of the data collection was to find out if other roles women have in society like domestic 
chores affect their leadership roles in organizations. 
Table 4. 10: Societal women roles 
Societal women roles Frequency Percentage 
Strongly agree 
Agree  
disagree 
strongly disagree 
     28 
     32 
     23 
       7 
    31 
    35 
    25 
      9 
Total      90     100 
Source: Author (2018) 
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Figure 4. 10: Societal women roles 
 
Source: Author (2018) 
It was noted that other roles women have in society such as home or domestic chores, being under 
the authority of the husband etc affect their leadership roles in the organization as of 31% who 
strongly agreed, 35% who agreed, 25% who disagreed and 9% who strongly disagreed. 
4.1.3.3 Women emotional status 
The intention was to know if the emotional status of women influence their decisions in leadership 
positions. 
Table 4. 11: Women emotional status 
Women emotional status Frequency Percentage 
Great extent 
Normal extent 
Less extent 
No extent 
     35 
     22 
     30 
       3 
    39 
    24 
    33 
      4 
Total      90     100 
Source: Author (2018) 
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Figure 4. 11: Women emotional status 
 
Source: Author (2018) 
The results postulated that emotional status of women influences their decisions in leadership 
positions that affect their effectiveness in leadership positions to a great extent according to 39% 
of the respondents, normal extent at 24%, less extent at 33% and not extent at 4%. 
4.1.4 Education qualifications 
4.1.4.1 Academic qualifications 
The researcher was determining the academic qualifications on women acquiring leadership 
positions. 
Table 4. 12: Academic qualifications 
Academic qualifications Frequency Percentage 
Great influence 
Normal Influence 
Less Influence 
No Influence 
     56 
     25 
       6 
       3 
    62 
    28 
      7 
      3 
Total      90     100 
Source: Author (2018) 
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Figure 4. 12: Academic qualifications 
 
Source: Author (2018) 
The noted results indicated that academic qualifications of women have influence on the acquiring 
of leadership positions in an organization have great influence as of 62% of those interviewed, 
28% normal influence, 7% less influence and 3% for no influence. 
4.1.4.2 Organizational culture 
The study was to explore if organizational culture discourage women to take up leadership 
position. 
Table 4. 13: Organizational culture 
Organizational culture Frequency Percentage 
Strongly agree 
Agree  
Disagree  
Strongly agree 
     51 
     20 
     14 
       5 
    56 
    22 
    15 
      7 
Total      90     100 
Source: Author (2018) 
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Figure 4. 13: Organizational culture 
 
Source: Author (2018) 
It was established that 56% strongly agreed, 22% agreed, 15% disagreed and 7% strongly 
disagreed on organizational culture discouraging women in taking up of the leadership positions. 
4.1.5 Company policies and practices 
4.1.5.1 Company policies and practices 
This was to explore the extent at which the company policies and practices affect women from 
moving to managerial positions. 
Table 4. 14: Company policies and practices 
Company policies  Frequency Percentage 
Great extent 
Normal extent 
Less extent 
No extent 
     23 
     28 
     37 
       2 
    25 
    31 
    41 
      3 
Total      90     100 
Source Author (2018) 
 
Strongly agree
56%Agree
22%
Disagree
15%
Strongly agree
7%
Strongly agree
Agree
Disagree
Strongly agree
51 
 
Figure 4. 14: Company policies and practices 
 
Source: Author (2018) 
The established results noted that company policies and practices affect women moving up to 
managerial positions to a great extent according to 25% of the respondents, 31% normal extent, 
41% less extent and then 3% for no extent. 
4.2 Limitation of the study 
There was lack of cooperation on some of the targeted people especially the male persons in the 
management since they felt that the information gathered may be shared by the authority that may 
antagonize them. The female respondents also feared to respond on the perception that it may 
victimize them as having betrayed their male colleagues or the company. 
Targeting those in management means there was limited time to respond to the research questions 
due to their busy schedule. Also being a business company there were challenges to fully engage 
employees since they were busy working to meet their targets 
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4.3 Chapter Summary 
This chapter focused on the research findings and discussions. The findings were derived from 
analysed questionnaires and interpretations were made alongside the findings. This chapter further 
addressed presentation of findings showing the response rate for the questionnaires filled and returned 
and not returned. The presented findings also addressed the gender response, highest level of education, 
work experience of respondents and finally all the objectives. 
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CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATION 
5.0 Introduction  
The content of this chapter emanates from chapter four where the results are recorded and data 
presented in tables and charts. The data in this chapter is summarized, conclusions make from the 
summary and then recommendations drawn from the conclusions. 
5.1 Summary 
5.1.1 Demographic Information 
It was established that there were more female at 67% than men who were at 33%. The results 
showed that those below the age of 26 years were 19%, between 27-33 years were 42%, between 
34-40 years were 23% and those above 40 years were 16%. The data from the results indicated 
that O-level holders were 11%, diploma at 50%, degree at 22% and post-graduate at 17%. On the 
current position that an individual holds at Syngenta East Africa, managers were 20%, Supervisors 
at 30% and general staff at 50%. For the duration of service it was determined that those who had 
worked in the company for 1- 3 years were 32%, 3- 6 years were 47% and then above 6 years were 
21%. 
5.1.2 To determine the extent to which experience affects the success of women in leadership 
positions at Syngenta East Africa 
It was noted that job experience affects the success of women in leadership positions according to 
74% of the total respondents while the remaining 26% did not agree. Those who strongly agreed 
were at 29%, agreed at 42%, disagreed at 17% and 12% strongly disagreed that women experience 
in leadership has to be more than that of men before a woman secures leadership position in an 
organization. The results indicated that sexual exploitation is much more a factor in determining 
54 
 
women ascending to leadership position than experience they have according to 35%, sometimes 
for 48%, not a reason for 6% and those who did not know at 11%. 
5.1.3 To examine the influence of social cultural factors on the success of women in leadership 
positions at Syngenta East Africa. 
It was identified as of 18% that the democratic and participative nature of women leadership affects 
their leadership so as not to make tough and firm decisions in the organization. 38% alluded to it 
affecting them somehow, 34% not sure and 10% did not know. It was noted that other roles women 
have in society such as home or domestic chores, being under the authority of the husband etc 
affect their leadership roles in the organization as of 31% who strongly agreed, 35% who agreed, 
25% who disagreed and 9% who strongly disagreed. The results postulated that emotional status 
of women influences their decisions in leadership positions that affect their effectiveness in 
leadership positions to a great extent according to 39% of the respondents, normal extent at 24%, 
less extent at 33% and not extent at 4%. 
5.1.4 To establish the influence of educational qualifications of Women in leadership 
positions at Syngenta East Africa and the influence on their success. 
The noted results indicated that academic qualifications of women have influence on the acquiring 
of leadership positions in an organization have great influence as of 62% of those interviewed, 
28% normal influence, 7% less influence and 3% for no influence. It was established that 56% 
strongly agreed, 22% agreed, 15% disagreed and 7% strongly disagreed on organizational culture 
discouraging women in taking up of the leadership positions. 
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5.1.5 To evaluate company policies and practices and their impact on the success of women 
in leadership positions at Syngenta East Africa. 
The established results noted that company policies and practices affect women moving up to 
managerial positions to a great extent according to 25% of the respondents, 31% normal extent, 
41% less extent and then 3% for no extent. The company policies and practices are require other 
factors like experience and education requirement and personal attributes for the women to ascent 
to leadership positions since there is no explicit extent on the acquisition of leadership position by 
women. 
5.2 Conclusion 
Female respondents were more than men and majority of them were between 27- 33 years the 34-
40 years second majority. On academic qualifications, majority were diploma holders with degree 
holders being second majority. Managers were the least in number while the general staff were 
half the number the total respondents. Those who had rendered their services to the company 
between 3-6 years had the highest number followed by those between 3-6 years.  
It was clear that job experience affects the success of women in leadership positions. It was also 
evident that women experience in leadership has to be more than that of men for a woman to secure 
a leadership position in an organization. Sexual exploitation for women was determined to be a 
factor for women to ascend to leadership position than their experience though not every time.  
On the democratic and participative nature of women affecting their leadership by not making 
tough and firm decisions when due in the organization was noted to be somehow true though it 
was not clear. It was without any doubt that other roles women have in society such as home or 
domestic chores, being under the authority of husband etc affected their leadership roles in 
organizations. The emotional status of women influences their decisions in leadership positions 
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that affect their effectiveness in leadership positions to some extent though not a determining 
factor. 
It was affirmed that education qualifications has great influence on women acquiring leadership 
positions in in an organization due to acquired skills and competence that makes them identify 
their worth and become tough and sound in decision making that is necessary in leadership. It was 
also noted that organizational culture discourages women in taking up of the leadership positions 
since the culture recognizes men more in leadership roles than women making them fear and 
disoriented to face prejudice that comes with women leadership roles in organizations.  
The policies and practices of the company have less impact on hindering women moving up to 
managerial positions though it cannot be wished away. The policies and practices are both 
encouraging and discouraging since they have some clauses that favour men and others giving 
women priority. This therefore is determined by the person’s determination and zeal to move to 
the leadership position. Those aggressive with high self-esteem find it easy to get to the managerial 
positions while those with self-defeating perception cannot survive in leadership positions. 
5.3 Recommendations 
5.3.1 Job Experience 
The study shows that job experience affects the success of women in leadership positions and 
therefore there is need to establish the factors that effects women not to acquire the required job 
experience so as to qualify for leadership positions in the organization. This will provide the 
solutions that will facilitate more women to higher positions in the organizations. For women 
having higher leadership position than their male counterpart to acquire leadership positions, this 
kind of prejudice should be explored to establish the reasons to this and come up with measures to 
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ensure equality in qualifying for leadership positions. The women with enough experience to 
ascend to leadership positions still exploited sexually before getting the position require tough 
measures punishable by law to the perpetrators to solve this problem. 
5.3.2 Social cultural factors 
Naturally women being democratic and participative in nature affecting their leadership by not 
making tough and firm decisions require more investigation to clearly find out how this situation 
can be handled to model such women to have the required tough skin that can deliver on leadership 
roles in the organization. The other societal roles performed by women out of work such as home 
or domestic chores, being under the authority of husband etc which affects their leadership roles 
in organizations require the proper modeling of women to balance her position in society and work 
place so as not to affect the leadership position that she hold in the organization. The emotional 
status of women should be handled make women in leadership positions react based on reason and 
not emotions so that their effectiveness in such roles is not compromised. 
5.3.3 Educational qualifications 
Noting that education qualifications has great influence on women acquiring leadership positions 
and yet few women are in leadership positions suggests that few women have the requisite 
education qualifications for the leadership roles. There is therefore for inquiry on the factors 
affecting women acquiring the relevant education for leadership positions in organizations. 
Organization culture discouraging women taking up leadership positions should be well defined 
to establish the kind of culture that are detrimental to acquisition of leadership positions despite 
their relevant education qualification. 
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5.3.4 Company policies and practices 
The policies and practices in the companies that hinders women moving to managerial positions 
should be well be reviewed to have the equal grounds for both men and women on the acquisition 
of leadership positions. There is need for further studies on how company policies and practices 
can be developed with full participation of women so as to have the issues affecting them on 
leadership positions captured and addressed to have friendly policies and practices that facilitates 
their acquisition of leadership positions fairly. 
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APPENDICES 
APPENDIX I: INTRODUCTION LETTER 
Dear Respondent  
REF: REQUEST TO UNDERTAKE A STUDY  
I am a student at Management University of Africa main campus in Nairobi. I am currently 
undertaking my undergraduate program in Management and Leadership. For the purpose of 
fulfilling the bachelor’s degree requirements, I have to undertake a research on “Factors Affecting 
the Success of Women in Leadership Positions in the Corporate Sector.” 
 I am collecting information for the study by distributing questionnaires to staff within this 
organization. Kindly spare some time to fill in the questionnaire. The data to be collected was 
treated with strict confidentiality or privacy. Thank you for your co-operation.  
 
Yours Faithfully,  
Belinda Adhiambo Otieno 
 BML/13/00473/1/2016 
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APPENDIX II: QUESTIONNAIRE 
 
This study sought to establish the Factors Affecting the Success of Women in Leadership 
Positions in the Corporate Sector with a key focus on Syngenta East Africa. The following 
questionnaire has been developed to help the researcher gather information necessary to meet the 
research objectives that have been highlighted above. Kindly fill in as required. 
Section A: Demographic Information 
1. Gender? 
Female [ ]  
Male    [ ] 
2. Age? 
Below 26 years [ ] 
27- 33 years      [ ] 
34- 40 years      [ ] 
Above 40 years [ ] 
3. Academic qualification? 
K.C.S.E            [ ] 
Diploma           [ ] 
Degree              [ ] 
Post – graduate [ ] 
4. Current position? 
Manager         [ ] 
Supervisor      [ ] 
General Staff [ ] 
5. Duration of service? 
1- 3 years      [ ] 
3- 6 years      [ ] 
Above 6 years [ ] 
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Section B: Experience  
6. Does job experience affect the success of women in leadership positions? 
Yes [ ]  
No [ ] 
7. Do you agree that women experience in leadership has to be more than that of men 
before a woman secures leadership position in an organization? 
Strongly agree     [ ] 
Agree        [ ] 
Disagree       [ ] 
Strongly disagree [ ] 
8. Does sexual exploitation more substantial for women ascending to leadership 
position than the experience an individual has? 
Yes           [ ] 
Sometimes   [ ] 
No           [ ] 
Don’t know [ ] 
 
Section C: Influence of social cultural factors 
9. Women are more democratic and participative in their leadership. Do you think this 
affects their leadership so as not to make tough and firm decisions to move the 
organization forward? 
Yes          [ ] 
Somehow     [ ] 
Not sure       [ ] 
Don’t know [ ] 
10. Does other roles women have in society like home or domestic chores, being under 
the authority of the husband affect their leadership roles in the organization? 
Strongly agree     [ ] 
Agree       [ ] 
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Disagree       [ ] 
Strongly disagree [ ] 
11. To what extent does the emotional status of women influence their decisions in 
leadership positions that affect their effectiveness in leadership positions? 
Great extent    [ ] 
Normal extent [ ] 
Less extent      [ ] 
No extent        [ ] 
 
Section D: Education Qualification 
12. What influence does academic qualification of women have on the acquiring of 
leadership positions in an organization? 
Great influence    [ ] 
Normal influence [ ] 
Less influence      [ ] 
No influence        [ ] 
13. Does limited leadership positions occupied by women in organizations characterized 
by women rejecting those positions due to lack of confidence in themselves? 
Yes              [ ] 
Sometimes   [ ] 
No          [ ] 
Don’t know [ ] 
14. Do you agree that organizational culture discourage women in taking up of the 
leadership positions? 
Strongly agree     [ ] 
Agree        [ ] 
Disagree       [ ] 
Strongly disagree [ ] 
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Section E: Company policies and Practices 
15. To what extent does company policies and practices affect women moving up to 
managerial positions? 
Great extent    [ ] 
Normal extent [ ] 
Less extent      [ ] 
No extent        [ ] 
16. Does company policies and practices makes it difficult for women in leadership 
positions to survive and make meaningful impact in an organization? 
Yes          [ ] 
Somehow    [ ] 
No          [ ] 
Don’t know [ ] 
 
 
 
